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EMPIRICAL STUDY  
 
ABSTRACT: The aim of this project was to check how affect certain intrinsic and 
extrinsic factors of the working conditions on the job satisfaction of a SME's employees, 
paying particular attention to gender differentials. The parameters analyzed as 
independent variables were these factors and as dependent variable was the job 
satisfaction. The empirical study consisted of making a structured questionnaire with 
closed - ended questions to the employees, and of analyzing the collected data by a 
statistical software called IBM SPSS Statistics 20. The purpose of this process is to 
manage these internal and external factors in order to maximize the employee welfare, 
and at the same time increasing their productivity.  
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1. INTRODUCTION 
Nowadays, there are more enterprises who show interested in creating and 
encouraging a good work environment, where employees are motivated, more 
productive and efficient in their tasks. In order to achieve it, it is necessary to implant 
certain employee welfare practices, so that they feel comfortable in their workplace, 
valued for their contributions and, finally, they feel fully self-satisfied. 
The employee satisfaction brings benefits to both workers and the company, because 
the company should consider its staff as its main asset in order to get its established 
objectives. In the case that the employees have a high performance because of their 
welfare, they will have better disposal to offer a high quality product or service, and that 
fact will reflect on costumer satisfaction. In general, a high job satisfaction will imply a 
directly proportional relationship to positive results and higher productivity rates, which 
leads to business development (Gattiker y Larwood, 1988; Locke, 1976). 
As Gamero (2004) said "the society shows a growing concern for working life quality, 
and it is the satisfaction, in an organizational context, which is placed in their principal 
core". With this statement, it could deduce that one of the most valuable aspects for the 
worker corresponds to the satisfaction with his work performed and the conditions of 
his job position. Different theories hold that a satisfied employee is who satisfies more 
psychological and social needs on his job, so he usually performs his tasks with more 
dedication and enthusiasm. 
For this reason, we decided to do a research project to check how affect certain 
intrinsic and extrinsic factors of the working conditions on the job satisfaction of 
employees.  
Therefore, the study was focused on "Two-Factor Herzberg Theory". We analyzed a 
set of independent variables which represent, on the one hand, intrinsic factors (called 
by Herzberg as motivator factors) and, on the other hand, extrinsic factors (or called by 
Herzberg as hygiene factors). As a dependent variable we chose the job satisfaction of 
a SME's employees from automotive sector.  
At the end, the aim of this project is to analyze how affect certain intrinsic and extrinsic 
factors of the working conditions on the job satisfaction of a group of employees, taking 
into account gender differentials. 
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On the one hand, we focused on the analysis of the scientific literature to clarify the key 
concepts of the study and the set of variables which determine job satisfaction. And on 
the other hand, we made an empirical analysis based on overall Job satisfaction scale 
developed by Warr, Cook and Wall in 1979, through the distribution of satisfaction 
surveys to 30 employees of a vehicle dealer, called RM Automotive Group.. 
Making these surveys, it is very useful for managers in order to know the degree of 
their employee's satisfaction, in this way it is possible to affect certain aspects with they 
feel dissatisfied, and to take organizational actions to solve the problems (García 
Viamontes, 2010). 
The workplace environment is part of a collective perception that directly contribute on 
satisfaction and performance of employees (Davis y Newstrom, 1999). And for this 
reason, we affirm that making a study about the satisfaction, which is produced by 
certain working conditions, permits to the company implementing some actions, in 
relation to its possibilities and its reality, in order to develop a set of activities leading to 
increase productivity and to optimize resources.  
The quantitative data collected through the surveys were fed into IBM SPSS Stadistics 
2 software to obtain a set of results required to make the study. This software allows to 
analyze the average and frequencies of different variables, and at the same time helps 
to check the relationship between selected variables through variance analysis 
(ANOVA). 
Ending with the introduction, we briefly summarize all the parts in which consisted the 
study. Firstly, we made a theoretical framework where all concepts about job 
satisfaction were defined. Secondly, we developed the empirical work where we 
analyzed the sector of the surveyed employees, the sample and the measurement 
scales used. The next step was to analyze the data collected through the surveys. We 
made the average and frequency analysis of surveyed employees and the variance 
analysis which informs about possible relationships between variables. Concluding with 
the study, we drew some conclusions from information analyzed, in order to obtain and 
to provide different proposals to optimize factors management taking part on job 
satisfaction of employees in order to increase their productivity. 
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2. THEORETICAL FRAMEWORK 
In this section, we present the theoretical framework on the different intrinsic and 
extrinsic factors which affect to human behavior in job and how they relate to job 
satisfaction. In order to carry out this, we basically focused on the "two-factor theory" 
developed by Frederick Herzberg, whose main idea was to elaborate favorable 
conditions in the workplace and avoid those that were unsatisfactory to it. And on 
several manuals of specialized authors in the field, as well as various press articles 
related to the most relevant aspects of this area.  
2.1. Concepts and theories of Job Satisfaction  
 
Job satisfaction can be defined as a general attitude of a person toward the roles 
performed in his position (Blum and Naylor, 1988). Many experts agree that job 
satisfaction can't be defined as a global concept, if not it is a complex concept that 
relates to the set of favorable and unfavorable feelings through employees perceive 
their work.  
The employments which people perform in their positions, involve much more than the 
activities o roles developed. Because in addition, employees have to interact with their 
peers and subordinates, comply with organizational policies and with the performance 
standards through working conditions (Robbins, 1998). So, it is considered that job 
satisfaction has multidisciplinary causes, that is to say, we can find some employees 
feel satisfied in their job due to certain factors, and these factor can lead to 
dissatisfaction on another group of employees. 
Locke (1976) took into account these multidisciplinary considerations and defined job 
satisfaction as a "positive or pleasant emotional state of the subjective perception of 
the work experiences of the subject". The multiplicity of variables that can affect job 
satisfaction, are grouped into the job circumstances and characteristics and personal 
circumstances and characteristics of each worker, which condition the emotional 
responses that employees have towards different aspects of work 
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Figure 1. Variables which influence job satisfaction 
 
Source: Perez, J. 2006  
 
It should be noted that there are many definitions and theories developed by different 
authors in which are named different determinant factors that directly impact on job 
satisfaction. One of the most traditional was developed by Kalleberg (1977), in which 
suggests that the variability of the employee satisfaction could be understood through 
three explanations. The first one is focused on individual differences of worker in terms 
of personality, such as emotional stability or stress management. The second approach 
is focused on the job characteristics, such as salary, recognition by the supervisor, 
possibility for promotion, work hours and other structural variables related to the 
organization. The third explanation is based on the combination of the both aspects 
mentioned above, in which employees draw their own conclusions on these 
organizational variables. 
Through this theory, it is possible to conclude that job satisfaction refers to a set of 
general attitudes that a worker has in his job, conditioned by specific organizational 
factors (salary, coworkers, physical conditions, etc.) and personal factors linked to life 
in general (Blum y Naylor 1988). In this way, people who are satisfied in their jobs, they 
will have positive attitudes towards it.  However, if they are dissatisfied, they will have 
negative attitudes toward it (Lawler and Porter, 1967) 
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Figure 2. Model of human relations  
 Source: Elton Mayo (1930) 
 
Robbins (1998), in one of his theories postulates that work means much more than 
remuneration obtained at the end of the month and achievements obtained, if not it is 
also to satisfy personal treatment needs. That is, the fact of having a group of peers at 
work who support you under a situation of friendship, significantly increases job 
satisfaction. Because of this, it is always advisable to encourage good relationships 
between all coworkers and superiors, in order to achieve higher productivity rates 
involving a better functioning of the organization. 
 
Bifactorial Theory of Job Satisfaction  
Frederick Herzberg was one of the most prominent figures of industrial and 
organizational psychology and he became one of the most influential people in 
administrative management of companies. He is especially known for developing "two-
factor theory" whose purpose is to explain people behavior in their job, suggesting the 
existence of two different types of factors that guide people behavior. 
In general terms, this theory assumes that satisfaction or dissatisfaction of workers is 
generated through the relationship between employment and their attitudes to it. The 
theory was developed based on a research conducted by Herzberg and his colleagues. 
They asked a group of engineers and accountants describe a exceptionally 
comfortable work situation or experience and another exceptionally negative.  
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The analysis of the results obtained revealing that certain incidents related to 
psychological state of the workers in the performance of their tasks such as 
recognition, sense of achievement, promotion, were assessed as positive experiences. 
While other incidents outside employees' control as company policies, salary, 
interpersonal relationships, etc., were assumed as sources of negative experiences. 
Because of this, Herzberg concluded that people are influenced by two types of factors. 
 Satisfaction is the result of motivator or intrinsic factors. These factors are 
related to satisfaction in the position and with the nature of the tasks performed 
by the worker. That is, they would be those that are inherent to the job, so they 
are under the control of people because they involve feelings related to 
business growth, professional recognition and self-fulfilment needs performing 
in their work. Also, the motivator factors are capable to increase employee 
satisfaction, but likewise, they have a little effect on dissatisfaction. The main 
factors of this type are: recognition obtained for well done work, possibility for 
promotion, personal suggestions, possibility to use your skills, responsibility 
assigned, etc. 
 Dissatisfaction is primarily the result of hygiene or extrinsic factors. These 
factors are referred to physical conditions of the job in the broadest sense, and 
therefore they are outside employees' control. These factors have very little 
effect on long-term satisfaction, however if they are inadequate or missing, they 
cause dissatisfaction. According to Herzberg research when the hygiene factors 
are optimal, they prevent dissatisfaction of workers, and when they are terrible, 
they cause dissatisfaction. The main factors are: physical conditions of the 
workplace, salary received, colleagues, stability in employment, work hours, 
organization and management of the company, etc. 
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Figure 3. Bifactorial Theory of Job Satisfaction 
 
Source: Herzberg, 1959.  
 
As it is possible to observe job satisfaction and job dissatisfaction are manifested 
through different factors. On the one side, job satisfaction is result of intrinsic factors, 
while job dissatisfaction is result of extrinsic factors. It is noteworthy that satisfaction 
and dissatisfaction are not opposites, if not they are two different dimensions. 
Intrinsic factors have the potential to generate a state of satisfaction regarding to the 
employee's position, because they can satisfy psychological development needs. 
Similarly, if the position doesn't offer opportunities for development, the employee will 
receive "lack of satisfaction". 
Instead, as we mentioned before, job dissatisfaction is related to extrinsic work factors. 
The wear of these factors causes the appearance of dissatisfaction, although the same 
way, their improvement eliminate dissatisfaction, don't get to raise the satisfaction 
consistently.  
Figure below shows differences between the traditional point of view and the 
Herzberg's point of view in relation to the factors of job satisfaction and job 
dissatisfaction. 
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Figure 4. Herzberg's Job Satisfaction Theory 
 
Source: Robbins, De Cenzo, "Fundamentos de Administración", 1996 
 
As Figure 4 shows, Herzberg concluded that the traditional view of job satisfaction was 
incomplete, because according to this theory people could be satisfied, dissatisfied or 
located somewhere in between, so it was assumed that satisfaction and dissatisfaction 
were opposite extremes. However, Herzberg identified two different dimensions 
regarding satisfaction: one of them was between satisfaction and non-satisfaction, and 
the other was between dissatisfaction and non-satisfaction. Factors that influence 
perspective of satisfaction are the intrinsic factors (or motivators), which are directly 
related to job content. On the other hand, the supposed generator factors of 
dissatisfaction are the extrinsic (or hygienic) factors, which are related to the work 
environment (Ricky, W. 2011).  
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In view of this situation, Herzberg concluded that there are two stages in the process of 
keeping employees satisfied. First, managers have to commit to keeping acceptable 
and appropriate extrinsic factors, so that employees will express "no dissatisfaction”. 
And second, managers should give employees the opportunity to experiment the 
intrinsic factors, such as achievement and recognition in order to reach a high level of 
satisfaction. 
2.2. Determinants of Job Satisfaction  
 
The case study was carried out through a structured questionnaire (general scale of job 
satisfaction) by a group of employees. The questionnaire is made up of different 
aspects that address the subscales of intrinsic and extrinsic factors. In this section 
appears different aspects appointed by Peiro and Prieto (1996), Melia (1990) and 
Locke (1976), considering that "level of satisfaction is the sum of a combination of 
issues that the employee appreciates in his job". 
- The subscale of intrinsic factors is formed by the following variables:   
o Freedom to choose your own method of work: It refers to the degree of 
autonomy that a worker has in the company. More specifically, it corresponds to 
the degree in which a job provides freedom, independence and substantial 
discretion to the employee in the performance of his work and in the use of 
necessary tools. 
o Recognition obtained for well done work: This variable is key to preserve the 
identity of the employees, because it gives meaning to what they do and 
promotes the welfare state and the job satisfaction. The labor recognition 
represents genuine interest in people, the results of their efforts and their work, 
as well as their impact within the organization. Therefore, we can say that 
personal fulfilment is covered through the recognition. The higher the 
recognition, there are higher levels of job performance. 
o Responsibility assigned. This variable refers to the commitments and 
obligations of an employee in his position. Its purpose is to identify areas in 
decision-making, and in this way try to generate necessary actions for getting 
the results of the job in time and form. The greater degree of responsibility 
within the company, higher the feeling of belonging to the company, and 
therefore it reports higher satisfaction. 
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o Possibility to use your skills. It is the degree to which an employee has the 
opportunity to use their different abilities and skills to perform the work of a 
determined position. When an employee has the opportunity to use more skills 
in his work, he feel more fulfilled and so his productivity will increase. 
o Possibility for promotion of your career. This variable provides the 
opportunity for personal growth of employees through the promotion to a senior 
job, whose responsibilities and salary will be increased. The possibility of 
promotion helps the employee to feel that he is truly developing his career 
within the company, has a future in it, and his work is valued.  
o Attention paid to suggestions made by you. The attention paid to the 
suggestions made by the employees is always recommended and satisfying. It 
can be useful to improve some production processes or activities performed in 
a determined job. The higher attention of personal suggestions, higher the 
active participation of all workers, which supposes that they feel more motivated 
and satisfied with their contribution to the organization. 
o Variety of tasks performed. Some studies show that one of the keys to job 
satisfaction is the work content. Because it is considered that the greater variety 
of tasks, higher level of worker's satisfaction. This variable helps reduce 
monotony, and simultaneously gives the job a certain unity, so the worker better 
organizes his activity flows. 
 
- Secondly, the subscale of extrinsic factors is formed by the following variables: 
o Physical conditions of the workplace. This factor refers to the physical 
environment and the security conditions of the workplace. It is related to 
lighting, noise, temperature, design, etc. A comfortable physical environment 
with a proper design allows the employees feel more satisfied and can carry out 
a better performance. Generally, workers are interested in a work environment 
which allow them to have a personal welfare in order to help them to do a good 
job. 
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o Colleagues at work. This is an essential factor to assess the level of job 
satisfaction, due to it in all organization is important to have good relationship 
between co-workers. It is really important to foster a climate of confidence in 
order to have good relationships, and therefor it is necessary to cultivate and 
take care of the relationships with the purpose of turning them into productive 
relationships. The key is to encourage teamwork in order to enhance the efforts 
of the members, reduce the time of action and increase the effectiveness of the 
results. 
o Immediate superior. The behavior of supervisors represents one of the main 
determinants of satisfaction. And according to some studies, employees with 
understanding and thoughtful superiors are more satisfied than indifferent, 
authoritarian and dominant leaders. It is worth mentioning that there are 
significant differences in the perception of different individuals about how is an 
exemplary leader. In general terms, a superior who is tolerant, listens to the 
employees' opinions and offers a positive feedback, provides higher levels of 
satisfaction (House and Mitchell, 1974). 
o Salary. This instrument refers to the remuneration that employees receive in 
return for their work in the organization. The personnel department is 
responsible for providing this activity which is a vital guarantee for employees' 
satisfaction, and at the same time it allows the company to maintain and retain 
a productive workforce. It is true that this factor is probably the biggest cause of 
dissatisfaction by employees, as they may determine that their compensation is 
unfair compared to their effort and productivity. 
o Relationship between managers and employees. It is logical to think that a 
good relationship between managers and subordinates leads to higher levels of 
satisfaction between both parties, and at the same time it is desirable for the 
proper company functioning. It should be noted that there are two types of 
relationship between them: If there is a synergy, both parties will facilitate the 
efficiency for obtaining results and achieving objectives.  However, if there is an 
antagonism, there will be an unstable relationship between managers and 
employees, which it will lead to a difficult or even impossible team 
effectiveness. 
 
 
 
16 
o Organization and management of the company. This factor refers to the set 
of actions performed within the company, under a framework of rules and 
procedures to achieve the objectives set at a specific time. The greater the 
interaction or employee participation in the company management (as far as 
possible), there will be improvements in confidence and the relationship 
between employees and organization that will generate higher levels of 
satisfaction. 
o Work hours. The working day is the amount of time in which an employee must 
provide his services at work. Instead, work hours set the time of entry or leaving 
work. According to a study developed by Phyllis Moen from the sociology 
department at the University of Minnesota, the health and the employees' 
satisfaction improve when they have flexible work hours, allowing more rest for 
them, so which translates into higher productivity. 
o Stability in employment. This variable is the right of an employee to stay in a 
job or an organization until his retirement, as long as he has a contract of 
indefinite duration and there isn't any breach of the clauses of it. So, job stability 
provides workers with a state of calm and tranquility in economic terms, due to 
it guarantees incomes and permits to satisfy needs of the family. The greater 
stability in employment, higher satisfaction of employees. 
 
3. EMPIRICAL STUDY 
The empirical study consisted in analyzing the results collected from structured 
questionnaires (Annex 1), which were distributed to SME's employees from automotive 
sector, and whose main objective was to check how affect certain job position factors 
on job satisfaction thereof. The selected company, where the study was developed, 
was RM Automotive Group. It is a vehicle authorized dealer of five brands, located in 
Teruel. 
IBM SPSS (Statistical Package for the Social Sciences) Stadistics 20 software was 
used to made the empirical study. This software permitted to analyze the quantitative 
information collected through the surveys, in order to check which were the best valued 
factors by the employees, depending on the satisfaction that produced on their job 
position. In the same way, this software allowed to check the relationship between 
selected variables through the ANOVA study. 
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Firstly, we defined the procedure carried out for obtaining the relevant information of 
the study, and as well as a brief explanation of the chosen company and its sector. 
The sample consists of 30 employees from RM Automotive Group, who voluntarily 
offered to participate in the study. The questionnaire belong to "General Scale Job 
Satisfaction" which can be found on the website of the National Institute of Safety and 
Health at Work (Ministry of Employment and Social Security - Government of Spain), in 
which it is operationalized the job satisfaction construct, reflecting the employee 
experience in a paid employment. This permitted to collect the emotional response to 
the content of the job itself. 
RM Automotive Group is a SME, composed of different microenterprises from 
automotive sector. Its principal activity is sale, distribution and post-sales service 
(garage) of cars. It is located in Teruel. 
It is a car dealer, familiar, dynamic and flexible to changes. It was founded in 1994 as 
an authorized dealer of Toyota and was called Rimauto Nipón. After some years, the 
company was growing because of the increasing car demand in Teruel, and for this 
reason they decided to expand their facilities in order to cover a higher market share 
selling more brands. During the expansion, they opened a new car dealership in 
Alcañiz, in order to render service in region of Bajo Aragón and surroundings. 
Currently, the company sells different kind of vehicles: passenger cars, off-road, 
commercial vehicles, etc. of five brands from different manufacturers in the same 
business organization. The composition of this business organization is: 
 Rimauto Nipón, S.L.U. (Toyota) 
 Rimauto Team Mzd, S.L.U. (Mazda, Hyundai y Kia)  
 Rimauto Teruel Car (Nissan)  
The mission of the company is to satisfy the customers' needs through the sale of 
vehicles, spare parts and excellent quality services, highly qualified personnel, high-
tech tools and equipment, achieving reliability, affiliation and profitability. The vision of 
the company is to be recognized as one of the best national car dealers, fulfilling the 
philosophy of the brands in their processes and services provided, and in this way 
ensuring customer satisfaction, stability of its employees, profitability of its 
shareholders and caring for the environment.  
 
18 
The company consists of more than 40 employees divided into its different 
microenterprises (Annex 2). It has a fast, efficient and modern management model. 
The average age of the employees is around 35 and 40 years old. And each 
microenterprise has a manager. 
RM Automotive Group pays much attention to develop and maintain its human capital 
because its employees are considered as its main asset. Therefore, the employees' 
satisfaction is essential to manage and maintain talent, ensuring the health and safety 
of its employees. This satisfaction is achieved through internal communication 
programs, carrying out non-work activities and the participation of all human capital in 
the continuous improvement of the company. 
 
3.1. Analysis of sector  
 
In this part, we analyze the sector of the chosen company for the study. So we analyze 
automotive sector in Spain with information provided by Spanish Automotive 
Equipment and Components Manufacturers Association.  
The automotive industry is an strategical sector of the Spanish economy and in 
addition, it is one of the pillars that support the industry in our country. The origin of 
vehicle manufacture in Spain was in the early twentieth century and the most important 
brand was Hispano Suiza. Some year later, SEAT brand was created and it drove to 
develop an automotive components suppliers industry. Over the years, thanks to labor 
costs, the qualified labour and a good geographical situation of the country, some 
foreign companies settled in Spain. This meant that Spain was definitively positioned in 
the sector.  
This industrial development led many Spanish entrepreneurs to develop new vehicle 
brands as Barreiros o Pegaso. At the same time, lots of automotive components 
companies were created. At the beginning, they started as small garages until they 
turned into big suppliers.  
Nowadays, Spain is one of the reference countries in automotive sector worldwide, and 
all of this is due to the great economic and industrial growth of the country, and it had a 
positive influence in its industry. For this reason, many big automotive manufacturers 
worldwide decided to set up production plants in Spain, forming seventeen platforms of 
 
19 
vehicle production corresponding to ten different companies, which are located around 
all Iberian Peninsula. 
Figure 5. Distribution map of automotive components industry  
 
Source: Spanish Automotive Equipment and Components Manufacturers Association 
(SERNAUTO). 
 
Spanish Automotive Equipment and Components Manufacturers Association says: "the 
statistics confirm the importance of the sector in our country. Spain is the second 
vehicles producer in Europe, the twelfth in the world and the first industrial vehicles 
producer in Europe. Also, more than 87% of Spanish production is exported to over 
100 countries around the world, and if we add the automotive components industry, the 
sector accounts for more than 6% of GDP. In addition, Spanish companies are 
specialized in the production of medium range passenger cars or small cars, so 
because of that fact Spain is one of the European leaders in this market.  
Now some data about the sector. In table 2, it is possible to find the number of 
companies from automotive Sector, currently 1600. This is 0.85% of the total Spanish 
industry, according to data collected from the Ministry of Industry, Energy and Tourism 
(2014). Moreover, the turnover is 57.492.924 thousand euros and this represents 
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10.5% of the total industry. Finally, the export of vehicles in relation to import is higher, 
41,767.4 and 32,817.2 million respectively, which account for 21.24 % and 14.89 % of 
the total industry. 
Table 1. General aspects of Automotive Sector  
Basic Variables Unit Value in 2014 % Total industry 
Number of companies Units 1.600 0,85 
Turnover  Thousands €  57.492.924 10,05 
Production Thousands € 54.084.400 10,21 
Added value Thousands € 9.917.705 7,78 
Occupied  Units 135.997 7,04 
Average size  Units 85,0 8,29 
Remuneration for 
employee Thousands € 43,6 1,14 
Productivity  Thousands € 72,9 1,10 
Unit labor costs  Percentage % 59,8 1,03 
Investment intensity Percentage % 19,6 1,83 
Exports  X Millions € 41.762,4 21,24 
Imports  M Millions € 32.817,1 14,89 
Trade balance  Millions € 8.945,3 --- 
Index competitive 
advantage   --- 0,12 --- 
 
 
Next graph shows a substantial increase in the Industrial Production Index of 
automotive sector since 2012, the evolution of this sector is faster than the rest of 
Spanish industry. And it happens the same in Europe, the Industrial Production Index 
regarding the automotive sector growing faster in Spain than the total sector in the 
European Union.  
 
 
Source: Sectorial tabs MINETUR  
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Graph 1. Recent Evolution of the Industrial Production Index 
 
Source: INE (IPI, Industrial Production Index); EUROSTAT; MINETUR. Sectorial area: RAMI 13, 
CNAE-2009 Division 29  
On the other hand, next graph shows that since middle 2007 exports are above imports 
in Spain. It is important to point that in the period between 2011 and 2012, exports 
suffered a tailspin until they were in negative levels. But after this turning point, exports 
were recovering in a consolidated way to nowadays. Moreover, they even grew above 
the total exports of Spanish industry.  
Graph 2. Exports and imports of the Automotive Sector 
 Source: SG Studies, Analysis and Action Plans, based on data of Customs (Ministry of Finance 
and Public Administration). 
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Some strengths of Spanish automotive sector are:    
Investment in R&D+i. Spanish companies are committed to research, development 
and innovation, creating new products to adapt them to consumer needs and market 
requirements. For this reason, Spanish production plants are among the most 
automated in Europe, with an average of 89 robots per 10,000 workers. In fact, the 
automotive industry represents the largest investments in R&D+i in Spain.  
High level of productivity. Spanish factories are the most productive of its business 
groups. Due to this fact, some brands exclusively manufacture certain models for 
foreign market. The factors to get high production levels are qualified labour, 
automated factories and competitiveness in sectors such as components among 
others. 
Highly qualified labour. The automotive industry directly employs more than 250,000 
people in our country. It is true that if we consider the indirect employment, we located 
more than 2 million employees linked to the sector. In addition, the expertise level and 
qualifications of workforce working for the sector in Spain is particularly high at all 
levels.  
Export and logistics. Our country is a privileged logistics platform export to European 
markets, the US, Hispanic America and countries in North Africa. Thanks to modern 
logistics and distribution infrastructure in the country around 5 million vehicles are 
transported each year by Spanish territory. 
Competitiveness in components sector: this is a determining factor of the 
automotive industry success in Spain because there are large Spanish companies 
consolidated national and international level due to the prestige of the quality of their 
products (more than 50% of the production is exported to the different markets around 
the whole world). Also, the geographical situation of the Spanish components 
companies, placed close to the production plants, permits to provide a fast service and 
adapted to your needs. 
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3.2. Research sample 
 
The research focus performed in the study was causal, due to our goal was to measure 
the obtained satisfaction regarding the intrinsic and extrinsic factors of working 
conditions, taking into account gender differentials of surveyed employees. The cause-
effect relationship was determined through structural equation models. This means that 
it was necessary to obtain quantitative information in order to confirm the causal 
relation of the model. So, we did a crosscutting research, whose target population is 
the employees of the selected company. Then, it is possible to observe in detail the 
research sample. 
 
Table 2. Technical data of the study sample.  
THE STUDY SAMPLE  
Population sampling Employees of concessionare of RM Automotive Group.    
Sampling frame 42 employees 
Method for collecting 
information Personal survey structured and voluntary.  
Scope of the study Employees of the automotive sector.  
The sample size 30 employees of different gender. 
Location of the sample Dealer vehicle in Teruel. 
Sampling procedure Random and stratified sampling.  
Sampling error ± 9.06 (p=q=0.5; Confidence level=95%) 
Type of questionnaire Structured questionnaire with closed questions 
Date of field work March - April 2016  
Source: Own elaboration  
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During March and April we collected the data through a questionnaire (where there 
were several questions about the degree of employees' satisfaction regarding all 
factors involved in working conditions). It was distributed in every department and job 
of the dealership (Annex 2), taking into account that the sample consisted of both men 
and women. Thus, we obtained relevant information from every areas of the company 
in order to generalize the results, and draw joint conclusions. 
3.3. Measurement scales 
 
In order to measure variations regarding different factors involved in job satisfaction of 
employees, we performed a quantitative research through structured questionnaires 
with fifteen items (Annex 1). These items form part of a list of concepts, that were 
necessary to evaluate according to the degree of compliance, and also they were as a 
guide to keep the information received from respondents completely structured and 
homogeneous.  In the questionnaire was used a Likert scale (1-7), this scale permitted 
to find out the satisfaction degree perceived by employees regarding their working 
conditions.  
In order to fill out the questionnaire was necessary to identify the degree of satisfaction 
or dissatisfaction in each of the fifteen items, positioning in a scale of 7 points: 1- 
Strongly dissatisfied, 2. Dissatisfied, 3.Slightly dissatisfied, 4- Neutral, 5- Slightly 
satisfied, 6- satisfied, 7- Strongly satisfied. 
As it was said, this scale was developed by Warr, Cook y Wall in 1979 and in addition, 
in our study we included a dichotomous end-close question according to the gender of 
the respondents, which aim was to observe whether there were significant differences 
between the valuations of men and women.   
The questionnaire permitted to obtain three different scores, according to:  
 General satisfaction = ∑ (score / valuation of all the factors)  
 Extrinsic satisfaction = ∑ (score / valuation of extrinsic factors) 
 Intrinsic satisfaction = ∑ (score / valuation of intrinsic factors) 
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In this additive scale, the total score is obtained through the sum of the respondents' 
positioning   in each of the fifteen items, assigning a value between 1 (strongly 
dissatisfied) and 7 (strongly satisfied). The total score ranges between 15 and 105, so 
a high score reflects higher general satisfaction.  
Regarding the score of the extrinsic satisfaction (8 items), its value ranges between 8 
and 56 points, while the scores of intrinsic satisfaction (7 items) range between 7 and 
49 points. Its correction is the same as the general scale, a high score, both types of 
satisfaction are higher. 
Regarding the valuation of the questionnaires, the scores obtained weren’t too 
accurate, because their base consisted of subjective judgments and personal 
assessments on a set of different aspects of the work environment. 
So, we decided that the scale had some limitations, because it doesn’t permit to 
establish objective analysis about goodness or not of the working conditions. Likewise, 
it is possible to affirm that the scale is a good instrument to determinate the personal 
experiences of the workers through those working conditions.  
3.4. Benefits of job satisfaction survey 
 
Making job satisfaction surveys could suppose positive, negative or even neutral 
results. But if they are carried out properly, it is normal to get significant benefits to the 
organization, such as:  
- Knowledge of general job satisfaction: it provides the company an indicator 
of general satisfaction levels within the organization, showing each specific area 
in which arises a dissatisfaction and thereby, it will be possible to implant 
continuous improvements in order to solve the problem.  
- Internal communication: it is necessary to find out how some relevant 
information for employees and company is transmitted. This type of 
communication implies that employees are more committed and motivated, and 
thus this affects the satisfaction and organizational efficiency.  
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- Planning of changes: the surveys allow to evaluate how employees react to 
possible change in company policies, whether new working methods or 
processes, in order to observe the adaptability of them. Nowadays, it is 
essential to detect those employees who are more flexible and have better 
ability to adapt to severe changes in the companies.  
- Discover training skills: it is an opportunity to know the opinions of surveyed 
employees about the performance carried out by a superior command, this 
means how their immediate superior performs his duties in order to know if he 
is suitable for his position.  
- Develop positive attitudes: some of the surveyed employees used the 
questionnaire to vent about certain uncomfortable aspects, it was a way to 
express their complaints. Instead others interpreted the survey as a sign of 
interest o concern about the views of employees regarding their welfare, which 
is a reason to feel more satisfied with the company organization.  
 
 
4. ANALYSIS OF DATA 
4.1. Analysis of frequencies 
 
In this section, we focused on carrying out an univariate analysis, this means to 
analyze frequencies of those discrete variables. This process consists of knowing how 
many respondents chose the box of gender, and what is the proportion about it. 
Because of this, we only selected those questions of nominal character to perform this 
analysis, which in this case it is just the question of classification on the gender of the 
respondent. The following table shows the frequency of our study population and 
subsequently the conclusions of it. 
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Table 3. Gender of the surveyed sample.  
 
Gender Frequency Percentage  % 
Valid 
  Men  18 60 
  Women  12 40 
  Total 30 100 
Source: Own elaboration 
Table 4 shows that the car dealer employees are spread over eighteen men and twelve 
women, whose proportions are sixty and forty percent respectively, corresponding to 
those workers who had volunteered to participate in the study. 
4.2. Analysis of averages 
 
In this section, we carried out another univariate analysis, concretely an average 
analysis of those continuous variables. This process consisted of knowing the 
assessment of the surveyed population in a Likert range between 1 and 7. At this point, 
it was measured different aspects such as the three levels of job satisfaction (general, 
intrinsic and extrinsic), and at the same time it is also measured each of the working 
condition factors involved in this satisfaction. Therefore, we should consider those 
numerical questions for this analysis. Next step was to make some tables of different 
issues in order to finalize drawing some conclusions about them. 
Firstly, we analyzed the satisfaction levels perceived by the employees in their job. In 
order to carry out it, we considered three types of satisfaction: intrinsic, extrinsic and 
general. In the assessment of the degree of "general satisfaction" that employees had 
within the company, we got an average of 77.33 points out of 105 (maximum value), it 
means that surveyed employees are satisfied. We got an average of 77.33 points out 
of 105 (maximum value), which means that surveyed employees are significantly 
satisfied in general terms. 
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Regarding "intrinsic and extrinsic satisfaction", we obtained a score of 35.17 out of 49 
(maximum value) and 42.17 points out of 56 (maximum value) respectively. Through 
this results, it is possible to conclude that employees valued with a higher score 
extrinsic satisfaction than intrinsic satisfaction. Although, it is true that the difference is 
minimal, employees gave a better value those aspects of working organization instead 
of those related to the nature of the tasks. 
Table 4. Levels of employee satisfaction.  
Source: Own elaboration  
 
Secondly, we analyzed the averages corresponding to intrinsic factors of working 
conditions. As was mentioned before, the scores range between 1 (minimum value) 
and 7 (maximum) points according to the assessment of each employee. 
It is possible to observed that the most valued variable was "freedom to choose your 
own method of work" with a score of 5.50, while the worst valued variable was 
"possibility for promotion in the company" with a score of 4.47. 
In the midway of the assessments of intrinsic factors, it was obtained the same score 
regarding to the degree of satisfaction existing between "responsibility assigned" and 
"possibility to use your skills" with a score of 5.33. 
And therefore, the aspect with the lowest score after "possibility for promotion in the 
company", corresponds to the "attention paid to suggestions made by you" with a score 
of 4.50 points.  
It is important to note that all the intrinsic factors are valued over the pass mark, this 
means that the employees are moderately satisfied in general terms, although the 
company should make some improvements of certain aspects. 
Levels of satisfaction of employees N Minimum Maximum Average 
Intrinsic satisfaction 30 20 48 35,17 
Extrinsic satisfaction  30 17 54 42,17 
General satisfaction  30 42 102 77,33 
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Table 5. Degree of satisfaction on intrinsic factors.  
 
Intrinsic factors N Minimum Maximum Average 
Freedom to choose your own 
method of work 30 2 7 5,50 
Recognition obtained 30 1 7 4,67 
Responsibility assigned 30 3 7 5,33 
Possibility to use your skills 30 2 7 5,33 
Possibility for promotion 30 1 7 4,47 
Attention paid to personal 
suggestions 30 1 7 4,50 
Variety of tasks performed 30 2 7 5,37 
Source: Own elaboration 
Finally, we analyzed value the assessments corresponding to extrinsic factors of 
working conditions. As Table 7 shows, the best valued variable was "colleagues at 
work" with a score of 6.73, which is well above of the others and just a few tenths to get 
the highest score. The second best valued factor is related to "immediate supervisor" 
with a score of 5.77. Quite close we find the variable "physical conditions of the 
workplaces", whose score was 5.73..  
On the other side, we found the worst valued variables by surveyed employees. First, 
"work hours" with a score of 4.03, barely above the mark pass and it is by far the worst 
valued factor. Next, the second worst valued factor was "salary received" with a score 
of 4.33. 
While in the middle area, we found the other factors whose order of preference 
according to the assessments of the employees from best to worst are: "relationship 
between managers and employees in your company" with a score of 5.40, "stability in 
employment" with a score of 5.23 and "organization and management of the company" 
with a score of 4.93.  
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Table 6. Degree of satisfaction on the extrinsic factors. 
Extrinsic factors N Minimum Maximum Average 
Physical conditions of the workplace 30 2 7 5,73 
Colleagues at work 30 5 7 6,73 
Immediate superior 30 1 7 5,77 
Salary 30 1 7 4,33 
Relationship between managers and 
employees 30 1 7 5,40 
Organization and management of the 
company 30 1 7 4,93 
Work hours 30 1 7 4,03 
Stability in employment 30 1 7 5,23 
Source: Own elaboration 
4,3 Analysis of the variance (ANOVA) 
 
In this section, we performed the ANOVA test, where we examined the information 
collected in the questionnaires. The analysis was bivariate, which allowed us to 
compare two variables and observe if there is a relationship between both of them or, 
otherwise, they are independent. 
We analyzed two type of variables: nominal or discrete variables and continuous or 
numeric variables.  In this case, the discrete variable was the gender of employees and 
it served to segment the population surveyed in groups, whose analysis compared the 
averages of both groups (men and women).  
Firstly, we analyzed the assessments made on the level of satisfaction reported by 
extrinsic factors related to the gender of surveyed employees (table below). These 
factors were better valued than the intrinsic factors, and it is significant because they 
are part of working conditions, which are outside employees' control. 
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The best assessment was "colleagues at work", whose score of men is lower than 
women, 5.56 and 6 out of 7 respectively. On the opposite side, the worst valued factor 
was "work hours", whose score of men and women were 3.94 and 4.174 respectively. 
This factor was valued below 4 (the pass mark) by men and just seventeen tenths 
above 4 by women. However, in both cases the differences of the assessments 
between both groups are not significant, due to their level of significance is higher than 
0.05. In the case of the variable "colleagues at work" the p.value was 0.40 and in the 
case of the variable "work hours" the p.value was 0.764. So, it is possible to say that 
there aren't significant differences between the two groups (P > 0.05).  
Something similar happens with rest of the variables. Women valued with a better 
score all extrinsic factors than men, except "stability in employment" whose score of 
men and women was 5.44 and 4.92 respectively. Therefore, it is possible to say that 
women are more satisfied with the extrinsic factors of working conditions than men. 
Also, referring to the ANOVA test in order to check the consistency of the differences, it 
is possible to see that the level of significance of all these factors was higher than 
p=0.05, so there aren’t any relationship between the gender of the surveyed 
employees and the degree of satisfaction of extrinsic factors, in other words there 
aren't significant differences between both groups. 
 
Table 7. ANOVA: relationship between extrinsic factors and gender of 
employees. 
Nº Extrinsic factors Group N Average Sig. 
1 
Physical conditions of the 
workplace 
Men  18 5,56 
0. 
262 Women  
12 6,00 
Total 30 5,73 
 
3 Colleagues at work 
Men  18 6,67 
0.400 Women  12 6,83 
Total 30 6,73 
 
5 Immediate superior 
Men  18 5,56 
0.383 Women  12 6,08 
Total 30 5,77 
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7 Salary 
Men  18 4,17 
0.522 Women  12 4,58 
Total 30 4,33 
 
9 
Relationship between managers 
and employees 
Men  18 5,22 
0.522 Women  12 5,67 
Total 30 5,40 
 
11 
Organization and management of 
the company 
Men  18 4,67 
0.283 Women  12 5,33 
Total 30 4,93 
 
13 Work hours 
Men  18 3,94 
0.764 Women  12 4,17 
Total 30 4,03 
 
15 Stability in employment 
Men  18 5,44 
0,419 Women  12 4,92 
Total 30 5,23 
 
Source: Own elaboration 
Secondly, we analyzed the assessments made on the degree of satisfaction produced 
by intrinsic factors related to the gender of surveyed employees. 
As was mentioned in the last section about averages, the best valued factor was 
"freedom to choose your own method of work" and the differences between score of 
men and women is remarkable but not significant, the score of men was 5.017 y the 
score of women was 6. The difference is not consistent due to its degree of 
significance (0.087) is just thirty-seven tenths higher than 0.05, so both groups didn't 
value this factor significantly different (p > 0.05).  
The worst valued factor was "possibility for promotion in the company" whose score of 
men and women was 4.33 respectively. However, as in the case of the best valued 
intrinsic factor and referring to the ANOVA test, it is possible to say that there aren't 
significative differences between both groups due to its level of significance is 0.583, 
higher than 0.05. So, there aren't any relationship between the assessments of 
"possibility for promotion in the company" and the gender of the surveyed employees. 
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Regarding the rest of variables, women valued with a better score all intrinsic factors 
than men. This is possible to observe in the variable "recognition obtained for well done 
work" with a score of 5.08 for women and 4.39 for men, as well as in the variable 
"attention paid to suggestions made by you" with a score of 5.00 for women and 4.17 
for men. However, the differences in assessments of the intrinsic factors between both 
groups aren't significant in all cases. 
Following this approach, it is possible to conclude that female gender is more satisfied 
than male gender in relation to the score obtained on the intrinsic factors, although 
these differences are not sufficiently consistent due to all levels of significance are 
above 0.05. Therefore, it is possible to confirm that there is no relationship between the 
gender of the surveyed employees and the degree of satisfaction on the intrinsic 
factors. 
 
Table 8. ANOVA: relationship between intrinsic factors and gender of employees. 
Nº Intrinsic factors Group N Average Sig. 
2 
Freedom to choose your own 
method of work 
Men  18 5,17 
0,087 Women  12 6,00 
Total 30 5,50 
 
4 Recognition obtained 
Men  18 4,39 
0,252 Women  12 5,08 
Total 30 4,67 
 
6 Responsibility assigned 
Men  18 5,28 
0,740 Women  12 5,42 
Total 30 5,33 
 
8 Possibility to use your skills 
Men  18 5,17 
0,398 Women  12 5,58 
Total 30 5,33 
 
10 Possibility for promotion 
Men  18 4,33 
0,583 Women  12 4,67 
Total 30 4,47 
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12 
Attention paid to personal 
suggestions 
Men  18 4,17 
0.243 Women  12 5,00 
Total 30 4,50 
 
14 Variety of tasks performed 
Men  18 5,33 
0.872 Women  12 5,42 
Total 30 5,37 
 
Source: Own elaboration 
 
In order to finalize with the analysis of the variance, it is necessary to analyze the 
general satisfaction and the intrinsic and extrinsic satisfaction of the working conditions 
in relation to the gender of the surveyed employees.   
First, the general satisfaction got a score of 75.06 for males and 80.75 for women. So, 
women are 5.69 points more satisfied about working conditions than men. However, 
referring to the ANOVA test, it is possible to observe that the level of significance 
(0.348) is higher than 0.05. So we can say that there are no significant differences 
between both groups 
Finally, the assessments of the extrinsic and intrinsic satisfaction were higher for 
women than for men, as the table below shows. In the case of extrinsic satisfaction, the 
average of men was 41.22 while for women was 43.5. It is the same to scores of 
intrinsic satisfaction, the average of men was 33.83 while for women was 37.17. In 
addition, both satisfactions reached a level significance of p > 0.05; 0.467 in extrinsic 
satisfaction and 0.273 in intrinsic satisfaction. So, we can affirm that there aren't 
significant differences, in other words, both groups didn't value significantly different. 
So after analyzing all types of satisfaction, we can conclude that there aren't any 
connection between the gender of the employees and the different types of satisfaction 
because the differences between both groups are not significant in all cases (P.valor > 
0.05). 
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Table 9. ANOVA: relationship between job satisfaction and gender of the employees.  
Levels of satisfaction  Group N Average Sig. 
General satisfaction 
Men  18 75,06 
0.348 Women  12 80,75 
Total 30 77,33 
Extrinsic satisfaction 
Men  18 41,22 
0,467 Women  12 43,58 
Total 30 42,17 
Intrinsic satisfaction  
Men  18 33,83 
0.273 Women  12 37,17 
Total 30 35,17 
Source: Own elaboration 
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5. CONCLUSIONS 
The aim of this project was to determinate the influence of intrinsic and extrinsic factors 
of working conditions on the job satisfaction of a group of employees of the automotive 
sector, taking into account gender differentials. On the one hand, we made a 
theoretical review about authors: Robinns, S. (1994; 1998), Gamero, C. (2003), Locke, 
E.A. (1976), and in deep the “Two-factor theory “of Herzberg, F. (1959). And on the 
other hand, we carried out an empirical study consisting of analyzing the score 
obtained of the employees surveyed, to check their degree of satisfaction in relation to 
different intrinsic and extrinsic factors of their job. In order to perform this study, we use 
the statistical software called IBM SPSS Statistics 20, which permitted us to get a set of 
results. The selected company for the study was RM Automotive Group, dedicated to 
the sale, distribution and after-sales service of vehicles and located in Teruel.   
Firstly, we analyzed the average corresponding to the degree of general satisfaction 
(average between the score of all factors) for all the sample. Its results shows that 
employees are moderately satisfied in their job with a percentage of 73.65%. According 
to the result obtained, it is possible to say that the cause of this level of job satisfaction 
is due to there is a right work environment, where interpersonal relationships between 
all employees are promoted.    
Focusing on the assessments of intrinsic and extrinsic satisfaction and regarding the 
results obtained, it is possible to see that the employees are more satisfied with 
extrinsic factors than with intrinsic factors. This means that employees better value 
those factors related to work environment than those related to job content. In principle, 
extrinsic satisfaction levels of the company are adequately covered by most of its 
factors, however, it is necessary to pay more attention to the intrinsic factors due to 
some shortcomings were perceived regarding their assessments. In any case, the 
company should improve the intrinsic aspects of the job, providing an intellectually 
stimulating employment, in which individuals have the opportunity to develop their skills 
and abilities in achieving different tasks, with the ultimate aim of improving their 
satisfaction. 
According to the results obtained regarding the assessment of each factor, we found 
that the factors which report more satisfaction are: colleagues at work, immediate 
superior, physical conditions of the workplace, freedom to choose your own method of 
work, relationship between managers and employees and variety of tasks performed, 
in this order. Also, next factors have an important impact: responsibility assigned, 
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possibility to use your skills and stability in employment. However, factors which don't 
create a high satisfaction are: organization and management of the company, 
recognition obtained for well done work, attention paid to suggestions made by you, 
possibility for promotion of your career. Although, it should be note that the worst 
valued aspects related to the employees' satisfaction are: salary and work hours. 
These last two factors along with the low possibility for promotion make employees less 
satisfied with the management of these factors. In addition, this could be a reason to 
think about give up the job, change it for another or just perform the duties without 
enthusiasm with a negative impact on the service offered.  
Finally, we carried out the ANOVA test to check if there were significative differences 
between men and women regarding the assessment of job satisfaction. Through 
obtained results, we concluded that the indicator variable of gender is irrelevant to 
analyze the degree of satisfaction. In other words, we didn't find significative 
differences between the gender of the surveyed employees and their level of 
satisfaction, due to we didn't obtain a level of significance below 0.05 (P<0.05) in any 
studied cases. It is nevertheless true that after deeply analyzing the results, we can say 
that women are in general more satisfied with the extrinsic and intrinsic factors. The 
reason could be related to the positions held by men and women, which are objectively 
different in relation to factors within the dealership, the differential effect is favorable for 
females. That is, women hold only administrative and customer service positions, while 
men hold commercial positions and jobs in the workshop. Therefore, the reason of 
higher satisfaction levels in women could be the different characteristics of their jobs. 
 
Improvement proposals 
One goal of this project is to propose some strategies to improve satisfaction levels of 
the employees. Therefore, through the results obtained from the survey, we found the 
presence of disagreement in the assessment of some factors, so it is necessary to pay 
attention to them and propose possible improvements in order to increase job 
satisfaction. 
The factor identified as the least satisfactory in the car dealership is work hours, 
because the workday is split in two, morning and evening (commercial hours), in 
addition they also work on Saturdays morning, and this can cause stress reducing 
satisfaction levels. So, the company should consider more flexible working hours, 
where the employees would have the opportunity to choose the time of entry to their 
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jobs between a range of hours fixed by the company. This option would be desirable in 
order to increase employee satisfaction, increasing performance and productivity at the 
same time. 
The second factor causing more dissatisfaction is salary. This incentive represents one 
of the main reasons why most people work, as it is necessary for everyday life. The 
cause of the workers' dissatisfaction is given by the wage reduction due to the 
economic crisis, which has caused a decrease in purchasing power in society. One 
solution could be a strategic compensation consisting of reward employees who 
achieve the strategic objectives of the company. Another proposal could be to provide 
an indirect remuneration related to performance, such as employee services 
(scholarships, travels, sports) or protection programs (medical and life insurance). It 
would also be desirable to increase worker involvement in the company, by making 
them part of the benefits as remuneration in order to stimulate the feeling of belonging. 
Similarly, given the shortage in this factor, it should be implemented compensation 
systems based on salary benefits seeking employee retention. Some of them could be 
pension plans, deferred bonuses, group insurance or housing benefits among others. 
On the other side, possibility for promotion in the company is another aspect in which 
employees do not show their welfare. Because the structure of positions is very 
hierarchical, so promotion opportunities are minimal. It would therefore be desirable to 
introduce a system of horizontal promotion, in which employees have the opportunity to 
increase their roles and responsibilities so that they feel more fulfilled. 
 
And finally, we found that variables referring to personal suggestions and 
recognition obtained for well done work have a negative impact on employee 
satisfaction. In this situation, it should encourage two-way communication between 
workers with a more participatory leadership system, in which they can use tools such 
as suggestion box, intranet or newsletters. In addition, the manager should implement 
a number of motivating factors in order for employees have the opportunity to satisfy 
their personal growth and work progress.  
To this end, the company can use a set of strategies developed by Herzberg in his job 
enrichment theory, which are: 
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 Increase responsibilities of the employees in their job (Responsibility and 
recognition). 
 Give more authority and autonomy to the employees in their duties 
(Responsibility and recognition). 
 Avoid unnecessary controls (Responsibility and personal success). 
 Introduce new and more interesting tasks and ways to work (Training and 
learning). 
 
Limitations of the study 
After finalizing the study, it is important to note that we found several limitations through 
the process. 
On the one hand, the sample of all workers is not representative of the whole sector, 
we only analyzed the individual situation of the company chosen for the study. 
Therefore it is not possible to extrapolate the results to other companies, but they can 
be an approach, due to the working conditions are similar to other companies. 
And on the other hand, in order to extract data more accurately, we should have asked 
for other classification variables, such as age, type of contract, salary level, etc., 
although these aspects are often rejected by respondents. 
For future research would be advisable to establish an open-ended survey, where 
employees have the opportunity to express their opinions to improve the organization. 
It would also be interesting to conduct this type of survey in other companies of the 
sector, in order to compare results with other companies. 
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7. ANNEXES 
 
Annex 1. OVERALL JOB SATISFACTION SCALE 
Atendiendo a cómo usted se siente respecto a distintos aspectos en el ámbito de su 
trabajo, se presentan varias opciones (de Muy Insatisfecho a Muy Satisfecho) entre las 
que usted se posicionará, marcando con una X aquella casilla que mejor represente su 
parecer.  
Género:       Hombre            Mujer   
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Annex 2. Organizational chart of RM Automotive Group.   
 
 
 
 
 
 
 
 
 
